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ABSTRACT 

Research in the field of Career Maturity is reviewed 
and summarized, with particular attention to Super's Career Pattern 
study, Gribbons and Lohnes* Career Development Study, and Crites* 
Vocational Development Project. Crites* organization and rievision 
into a hierarchical structure of the five dimensions of vocational 
maturity proposed in Supers' Career Pattern Study are discussed. Work 
to develop a Career Maturity Inventory to measure the hypothesized 
dimensions, taking into account both cognitive and connative factors, 
is stimmarized. Research into correlates of career maturity is 
reviewed. The interrelationship between career maturity and career 
education is stressed, and it is pointed out that the research on 
career maturity can provide the concepts and tools which career 
education requires to conceive and evaluate curricula and training 
programs. . (Author/DB) 
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John 0. Crites 

"Vocational guidance" has come a long way since 
Parsons proposed his "crossroads of life" model of 
occupational decision-making. Rather than a once- 
in-a-lifetime event, career decision-making is now 
seen as part of the process of developing career 
maturity, John 0. Crites reviews and summarizes 
research In the field, with particular attention to 
Super's Career Pattern Study, Gribbons and Lohnes' 
Career Development St'dy, and his own Vocational 
Development Project. Crites discusses his organiza- 
tion and revision into a hierarchical structure of the 
five dimensions of vocational maturity proposed in 
Super's work. He then summarizes his work to de- 
velop a Career Maturity Inventory to measure the 
hypothesized dimensions, taking into account both 
cognitive and connative factors. Finally, he reviews 
research into correlates of career maturity. 

In a brief afterword, Crites stresses the inter- 
relationship between career maturity and career 
education, and points out that the research on 
career maturity can provide the concepts and tools 
which career education requires to conceive and 
evaluate curricula and training programs. 

John 0. Crites is a well known authority in the 
field of career development and vocational counsel- 
ing. Currently on the staff at the University of 
Maryland, he has also taught at Columbia, Univer- 
sity of Iowa and Harvard. He publishes widely and 
is the author of the Career Maturity Inventory. 
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John 0. Crites 

Since the turn of the twentieth century, through 
the years of the Great Depression, to the post-World 
War Two era, the prevailing view of vocational 
choice among counselors, educators, and laymen 
alike was largely that of "putting square pegs in 
square holes and round pegs in round holes." It 
stemmed from Frank Parsons', the acknowledged 
father of vocational guidar oe, tripartite model of 
vocational counseling, in which a young person first 
conducted a self-analysis of his/her personal capa- 
bilities (strengths and weaknesses), then determined 
the characteristics required by available occupa- 
tions, and finally through a process of "true reason- 
ing" matched himself/herself to the oest-f itting job. 
Exemplified by pictures in the early guidance liter- 
ature that depicted a youth at the "crossroads of 
life" deciding upon which occupational path to 
follow, the Parsonian model quickly gained wide- 
spread currency and served as the conceptual touch- 
stone for much of the pioneer work in vocational 
psychology pursued by Donald G. Patprson and his 
associates at the University of Minnesota during the 
1930s. This group of researchers and practitioners 
set about the enormous task of "operationalizing" 
Parsons' approach to choosing a vocation. They 
constructed and validated such well-known mea- 
sures of special aptitudes as the Minnesota Clerical 
Test, the Minnesota Paper Form Board, and the 
Minnesota Rate of Manipulation Test, which, in 
conjunction with Strong's publication of his Voca- 
tional Interest Blank in 1927 and personality inven- 
tories like the Bell Adjustment Inventory, gave the 
counselor an armamentarium of techniques for 
appraising a client's work potential which had never 
before existed. Moreover, these tests and inventories 
were soon supplemented by nationwide occupa- 
ticnul analyses conducted by the United States 
Employment Service and published as the Diction- 
ary of Occupational Titles in 1935. With the first 
two components of the "matching men and jobs" 
schema "filled in," the Minnesota vocational psy- 
chologists next directed their resources and re- 
sourcefulness to the problem of articulating how 
the "matching" might best be accomplished. As a 
result of their efforts and experiences, there has 
emerged over the years what has become known as 
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"trait-and-factor" vocational counseling. Based 
upon a rationalistic, cross-sectional concept of 
vocational choice, in which decision-making was 
seep as a point-in-time event rather than a develop- 
mental process, this orientation in vocational coun- 
seling enjoyed its heyday during the late 1940s and 
still is widely advocated (Williamson, 1972), 
although there are signs that it is in an incipient 
decline. 

THE CONCEPT OF CAREER MATURITY 

The shortcomings of "trait-and-f actor" vocation- 
al counseling, and the notion of vocational choice 
upon which it was predicated, were dramatically 
brought to the attention of counselors and person- 
nel workers by Eli Ginzberg, an economist of 
neo-Freudian persuasions. Speaking at the annual 
convention of the American Personnel and Guid- 
ance Association in 1950, Ginsberg declared that 
they had no real theory of vocational choice and 
that, in any case, vocational choice is not a once- 
in-a-lifetime phenomenon. Rather, he and his col- 
leagues (Ginzberg, Ginsburg, Axelrad, & Herma, 
1951) proposed that vocational choice is a devel- 
opmental process which spans the years from late 
childhood to early adulthood when the individual 
enters the world-of-work. They divided the process 
into three periods, each of which was characterized 
by the factor that was paramount in decision-making 
during a given stage of career development. First 
comes the Fantasy period, in which the desire to be 
grown-up largely determines the child's choices; 
next is the Tentative period, in which choices are 
based successively upon a consideration of the 
adolescent's interests, capacities, and values; finally 
there is the Realistic period, in which there is an 
increasing cognizance of the limits of choice and a 
progressive narrowing down of feasible career 
options until one is specified and implemented. 
Ginzberg also notes that the career decision- 
making process is generally irreversible, in that 
making new choices becomes more and more 
difficult as old ones are acted upon. To change from 
an industrial arts curriculum in the Junior year of 
high school, for example, to the College Preparatory 
program would necessitate taking at least an addi- 
tional year of studies. Ultimately, Ginzberg main- 
tains that the vocational choice process, because of 
the factors which impinge upon it and its irrever- 
sible nature, culminates for most individuals in a 
compromise between whatthey want and what they 
can realistically have. Thus, in contrast to trait-and- 
factor conceptions of vocational choice, Ginzberg 
proposed that career decision-making is a develop- 
mental process, which is largely irreversible and 
which eventuates in compromise between needs 
and realities. 

Despite the emphasis which Ginzberg placed up- 
on the developmental nature of vocational choice, 
however, he did not take the next logical step and 
formulate the concept of career maturity implied 
by his theory, although he did observe that: 

'To some degree, the way in which a young 
person deals with his occupational choice is indica- 
tive of his general maturity and, conversely, in 
2 assessing the latter, consideration must be given to 



the way in which he is handling his occupational 
choice problem" (Ginzberg, et al., 1951, p. 60). It 
was Donald E. Super who subsequently introduced 
and articulated the concept of career maturity, 
drawing upon his own earlier work (Super, 1942) 
in which he had used Buehler's (1933) framework 
of "life stages" as well as the theoretical contribu- 
tions of others on the development of vocational 
interests (notably Carter, 1940). He defined what 
was earlier termed Vocational maturity'^ as "the 
place reached on the continuum of vocational 
development from exploration to decline" (Super, 
1955, p. 153). The more vocationally mature an 
individual is, the more he behaves vocationally like 
older individuals in the same life stage, e.g., ado- 
lescence. Super (1955, p. 153) also notes that a 
vocational maturity quotient might be developed 
to indicate "whether or not the vocational develop- 
ment of an individual is appropriate for his age, and 
how far below or beyond his chronological age his 
vocational development is." In short, a VMQ (vo- 
cational maturity quotient) might be derived, much 
like the IQ, which would express the ratio of the 
individual's standing on a behavioral scale of career 
development to his expected status, as indexed by 
his chronological age. Such a ratio leads, according 
to Super, Crites, Hummel, Moser, Overstreet, and 
Warnath (1957, p. 57), to two definitions of voca- 
tional maturity: 

"Actual life stage in relation to expected life 
stage provides one basis for judging vocational 
maturity (vocational maturity I). The second way 
of evaluating vocational maturity is based on the 
behavioral repertoire which the individual has avail- 
able for coping with the developmental tasks con- 
sidered appropriate for his age and expected life 
stage (vocational maturity II)." 

The behavioral scale of career development refer- 
red to in these definitions of vocational maturity 
has several presumed dimensions, which Super and 
his associates (1955; 1957) have delineated and de- 
fined over the years as part of the Career Pattern 
Study, a 20-year longitudinal investigation of career 
development from early adolescence (approximate- 
ly age 15) to mid-life (age 35). There gre five prin- 
cipal dimensions, each with several parts or indices, 
which have been hypothesized as applicable to the 
adolescent life stage:^ 

1 . Orientation to Vocational Choice: One mark 
of career maturity is the extent to which a young 
person is aware of the need to choose an occupation 
and the factors which enter into this decision. 

2. Information and Planning: Another criterion 
of career maturity is the amount of reliable infor- 
r-^ation an individual has to make decisions about 
occupations and then to plan logically and chrono- 
logically for the future. 



* Because of certain accrued surplus meaning, perticularly asafsoct- 
ated with the rubric "vocational education/' the term vocationaf 
maturity has recently been revised to career maturity, which is a 
more precise designation since it better expresses the developnrtental 
nature of the career decision*making process. 

^For a more detailed discussion of the dimensions of vocational 
maturity, as well as empirical findings on them, see Super and 
Overstreet (1960). 



3. Consistency of Vocational Preference:: Still 
another index of career maturity is how consistent 
an adolescent is in his/her preferences for different 
occupations from one point-in-time to another. 

4. Crystallization of Traits: In mature career 
development, the psychological attributes of the 
individual relevant to decision-making, e.g., differ- 
entiable interest patterns, explicit values, and in- 
creasing independence, develop apace with the tasks 
which have to be accomplished. 

5. Wisdom of Vocational Preference: More gen- 
eral ly known as realism of vocational choice, this 
dimension of career maturity reflects how closely 
an individual's career decisions agree with various 
aspects of reality, such as the prerequisite ability 
for the preferred occupation, the appropriate in- 
terests for the chcc«:n career field, and the availabil- 
ity of financial resources for relevant training. 

Taken together, these five dimensions or Indices of 
Vocational Maturity (IVM),as they have been called 
in the Career Pattern Study, were conceived to chart 
the career maturity of adolescents during the high 
school years, although it was recognized that sub- 
stantive changes in them might have to be made 
for them to be relevant to the entire exploratory 
life stage. 

The writer (Crites, in press) has reorganized and 
revised the CPS dimensions of vocational maturity 
into the model of career maturity shown in Figure 
1. This schema is analogous to one formulated by 
Vernon (1950) to represent the hierarchical organ- 
ization and structure of abilities. It is predicated 
upon the assumption that the variables on the low- 
est level of the hierarchy cluster into groups on the 
intermediate level which, in turn, are sufficiently 
interrelated to define the highest level general fac- 
tor. Degree of Career Development. This variable 
is comparable to Super's "continuum of vocational 
development" and is comprised of four group fac- 
tors, two of which — Consistency of Career Choice 
and Realism of Career Choice - have been incor- 
porated directly, with only minor changes, from 
the CPS Indices of Vocational Maturity. The other 
two group factors — Career Choice Competencies 
and Career Choice Attitudes - have some commu- 
nal ities with previous conceptualizations but also 
are elaborations and extensions of them. The vari- 
ables which comprise the Competencies group are 
those which constitute the major components of 
cognition - information, comprehension, foresight, 
and problem-solving — in the process of career 
decision-making. Each of these variables is opera- 
tionally defined in the next section on "The Mea- 
surement of Career Maturity," as are those in the 
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Attitudes aroup. Suffice it to say here, that in con- 
trast to choice competencies, the attitudinal vari- 
ables reflect the dispositional response tendencies 
which play a part in career decision-making. Theo- 
retically, it is hypothesized that they mediate the 
use of choice competencies in ultimately choosing 
an occupation. That is, they act as internal cues 
which precede overt goal selection or planning or 
problem-solving. 
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Extrapolating again from theory and research on 
intelligence, namely Garrett's (1946) "differentia- 
tion" hypothesis of intellectual development, it is 
proposed that earlier in adolescence the variables in 
the model of career maturity are more highly re- 
lated, and therefore a factor analysis of them should 
yield a general Degree of Career Development factor 
which would account for most of the total variance. 
This expectation follows not only from Garrett's 
"differentiation" hypothesis but also from recent 
work on response tendencies in children which indi- 
cate that they are largely generalized and indiscrim- 
inate (Crites, 1965; Tyler, 1955; Van de Castle, 
1982). As career development progresses into the 
later years of adolescence, however, this undiffer- 
entiated responding becomes increasingly discrete 
and specific as the ir^dividual learns to discriminate 
among similar and dissimilar stimuli through ex- 
posure to positive and negative reinforcements. 
Thus, toward the end of high school, it is hypothe- 
sized that the factorial structure of career maturity 
will more nearly approximate the model shown in 
Figure 1. The within-group correlations, e.g., among 
Career Choice Competencies, should be in the .50$ 
and low .60s, whereas the between-group rs should 
be In the mid-.30s. That the latter should not be 
higher is apparent from an analysis of the possible 
interrelationships among groups. For example, some 
individuals may be consistent in their career choices 
from one occasion to another but be unrealistic in 
these choices. Likewise, a person may be realistic 
in his career choice, having changed it from an 
earlier unrealistic choice, but the change would re- 
flect inconsistency. In other words, each of the 
dimensions in the model of career maturity is neces- 
sary but none is sufficient. All are needed, as well 
as possibly others not yet identified, to assess 
career maturity. 

THE MEASUREMENT OF CAREER MATURITY 

As was implied in the explication of the model 
of career maturity, most of its properties and pa- 
rameters are hypothetical at the present time, pri- 
marily because it will take many years to test it 
empirically in longitudinal research, but concerted 
efforts along such lines of inquiry have been Initi- 
ated and some have already yielded useful findings. 
Foremost among the tasks to be accomplished in 
testing the model has been that of constructing 
measures of the variables in It. The Career Pattern 
Study under the direction o^ Super (1955; ef a/., 
1957; & Overstreet, 1960) pioneered in this under- 
taking by devising the Indices of Vocational Matur- 
ity (IVM) from a variety of data. Including ratings 
of interview protocols, st3ndardized tests, and 
agreement (or discrepancy) scores. Currently, Super 
is engaged in the construction of the Career Devel- 
opment Inventory (CD I) which is based upon 
findings with the IVM but unlike them is an 
objectively-scored paper-and-pencil measure. Pre- 
liminary data have been collected on the CDI, but 
it is available only for research purposes. Following 
the lead of CPS, Gribbonsand Lohnes (1968) have 
accumulated results over the past decade on a semi- 
structured interview technique for assessing career 
nr^turity called the Readiness for Vocational Plan- 



ning (RVP) scales. What appeared to be promising 
initial data on the RVP have subsequently revealed 
some anomalies in their relationships to grade which 
are yet to be resolved. For several years, it has been 
clear from the research with the IVM and RVP 
that standardized measures of career maturity are 
needed. It was this need which prompted the writer 
(Crites, 1961) to launch the Vocational Develop- 
ment Project (VDP) in the early 1960s to construct 
an inventory which would provide easily adminis- 
tered, psychometrically sound, and theoretically 
meaningful measures of career maturity. 

The instrument which was developed in VDP 
was first called the Vocational Development Inven- 
tory (VDI), and many of the research reports on it 
refer to this title (Crites, 1965, 1971), but it is 
presently known as the Career Maturity Inventory 
(CMI), in order to more accurately designate the 
processes it measures. From its inception, a com- 
bined "rational-empirical" test construction meth- 
odology was employed, in which central concepts 
in career development theory were first selected 
and given "literal y definitions" and then ite.Tis 
written so that those finally included in the CMI 
all were related to grade as an index of time. This 
procedure insured that the items were both theo- 
retically meaningful and empirically valid— at least 
to the extent that any measure of a developmental 
variable must be a function of time (Crites, 1961). 
Moreover, item content was drawn from a universe 
of "real life" sources: counseling interviews case 
studies, career autobiographies, occupational infor- 
mation, and free responses to open-ended item 
stems cast in question form. The intention was to 
construct an inventory which would have maximal 
content validity as well as relevancy to the young 
people who would take it and hopefully benefit 
from it in making their career decisions. That this 
objective has been at least partially realized has been 
evidenced by the sustained interest and involvenf)ent 
of the students in VDP, many of whom have taken 
the CMI over periods ranging from five to eight 
years. For to standardize a measure of developmen- 
tal variables, it is essential to gather longitudinal 
data. This was projected for the Core Sample de- 
picted in Figure 2, but in addition xross-sectional 
data were also collected. Not only did the latter 
make possible a provisional standardization of the 
CMI, but they have provided a baseline against 
which to examine the relationship of items to grade 
at a given point-in-time and then to estimate which 
items were most likely to be valid developmentally 
(Crites, in press). 
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Following this standardization and sampling de- 
sign, the Attitude Scale of the CM I was first con- 
structed. From a pool of approximately 1,000 
items, written from the content universe discussed 
previously, 100 were selected for the initial form, 
so that there were about 20 items for each of the 
attitudinal clusters shown in Figure 1 and defined 
in Table 1. These items were administered to a 
stratified sample of fifth through twelfth graders, 
Ns varying from 500 to 1000 in each grade, in the 
Cedar Rapids (Iowa) School System during the 
1961-1962 academic year. From several different 
statistical analyses, it was found that 50 items were 
nfK>notonically related to grade and that develop- 
mental stages occurred in them, as expected theo- 
retically, at the transitional points in the educational 
ladder, which in the system studied are between 
the sixth and seventh grades and the ninth and 
tenth grades. Supplementary analyses also estab- 
lished that the Attitude Scale is equally applicable 
to malesand females and to different socioeconomic 
classes; that it has internal consistencies in the mid- 
JOs and test-retest stabilities in the same range; 
that it is negligibly influenced by extraneous, test- 
specific sources of response bias (set and style); 
and, that it has acceptable content validity as de- 
termined by the agreement between judges' ratings 
of career-mature item responses and the empirically- 
derived scoring key constructed from the standardi- 
zation. The relationships of the Attitude Scale to 
an extensive nomological network of other variables 
are summarized in the following section on the 
"Correlates of Career Maturity." The major re- 
search which remains to be conducted on it, which 
is currently in progress, is twofold: a factor analysis 
of the inter-item matrix to determine whether the 
a priori attitude clusters listed in Table 1 are em- 
pirically substantiated, and trend analyses of the 
longitudinal data collected between 1962 and 1969, 
when the original fifth graders graduated from high 
school. Plans are also being made to follow-up all 
of the standardization samples once they are estab- 
lished in the world-of-work to gather data on their 
subsequent careers which can be related to the 
maturity of their career attitudes in adolescence. 

In contrast to the voluminous data which have 
accumulated on the Attitude Scale, the other part 
of the CMI-the Competence Test-has only recent- 
ly been standardized, but what data are available 

Tabit 1 . Dtf initions and Samples of I tains 
in th« Attitude Scale of the 
Career Maturity Inventory 
(Crites, 1965, p. 35) 



DIMENSION 

Involvement in the 
choice pfOce$i 

OnentJtion toward 
work 



Independence m decr 
>«on-making 



Preference ,or voca- 
tional choice ^actors 



Conceptions of the 
choice process 
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DEFINITION 

Extent to which individual is 
actfvely participiting tn the 
process of makinQ a choice 

Extent to which individual is 
>. iSk- or pitasureK>riented in 
his attitudes towani work and 
the values he pieces upon 
work 

Extent to which individi^iii 
relies upon others m the 
choice of an occupation 

Extent to which individoai 
bases his choice upon a 
particular factor 

Extent to which individual 
has accurate or inaccurate 
conceptions about making 
an occupational choice 



SAMPLE ITEh 

"I seldom think about the 
lOb I want to enter " 

"Work IS dull artd unplea- 
sant" and "Work is worth- 
wh^e matnly because >t 
lets you buy the things 
you want/' 

"I frian to follow the line 
of work my parents sug* 
gest/* 

"Whether you are interested 
in a job IS not as impor* 
taut as whether you can 
do the work." 

"A person can do any kind 
of work he wtnts es long 
as he tries hard." 



Table 2. Sample Items from the Competence Test 
of the Career Maturity Inventory 

SU8TEST Sample item 

Set! Appi^tWi f r^nk W ti^ jlways iijMa.|WtH<) w tiHtntM-i o» jct.v«tj»-^ (MMitf 

tcietirt* dull, (riays. woiif diMib.imi M.- n jivu l»«qtii h.ivtti(| uoi'H) 
higher o»»th^ ichoiastit aiuiiud** ti->iMhji» .iHvoi»»r « tuss H*- 
k««tH asktmi hinKrit whtth «it hiv ttitrfi>tu h*- vhiMtUi loiitMv 
Whjrdoyov tftrnk' 
(a) He should ask hi» imm-mi% lo. th-.i oin«»K)Ti 

lb) He shookJo t give uli ol h»» mU triis l>» cmis- »>• iiiMihJ q«v.' 

up the wrong one 
(cl It doesn't mailer *vIih »» nHt-fj-St l4* IOlli»«V% Smil** ♦»♦" Ua vt»Unif\ 

ability for aM of th«Hti 
(d) Before be dectd«*s •khn.h iniw.-*t to loiiow t»r sIm lH'* Ih> av 

certain possible th.« >s tti*' iM^if oim? 
lei Don't kf..<w 

OccupattOful Riia A was looking toiw^d 'o dnottKi imi*v <liv h« i«>t> Ji 

InformaiicKi Marshall's, the largest dep3«irwtii mw*- m tovwn Sh^ wT*»'«uethMq 

her ordeisof women's lolt lJStno.i% to jmivi'. ."HI ti»« mtont qetlm(| 
Ihem ready for a preseason wJe Sltv a'jo liad tu nuVe loi 
yiother fip to New YoiV Cny* gaimcn. d»$tiict lo i«evH^ ufwai 
new line* of coats and drpsv^ *oi spi *«»g 
Hffiur IS her occupation^ 
fa) Buyer 
lb) C<H>y' writer 

(c) Public relations woman 

(d) Purchasing agent 
<e) Don't kntm 

Goal Selection J*m W sperKfs most of his t*me m the metal shop at kHooI. both 

during and after classes He has used the i»gs and f iMtur^s m the 
dH>p to make wrought-iron PHKC, such at candlesticks, he has 
operated the lath* ind punch pr h^. and, he has even helped the 
shop teacher "set \ p" some lOb* He also has quite a collection of 
ytchs^iiM Mutti^b^d. from whici oe gets ideas for makmg things 
MAjcA occupation Mouid be the b«$t on* for han* 

(a) Ardiitect 
lb) Er>gineef 
(c) Machinist 

Id) Offn» machim* operator 
le) Don't know 

Planning Sandy G is interested m becoming a dental hygwnisi She must 

(1) Geta lObworfcingfci adentiM 

12) M^or in denta hygte.ie m college 

13) Take clinical training i ^ denta' hygiene 

IS the correct trdtt o1 'hese stcps^ 
fa) 123 

(b) 213 

(c) 231 
Id) 321 

le) Don't kfUMr 

FrObl«n Solving Pedro G. likes engmeeri.ig and selling about equa'ly well But.M 

cannot decide wtMCh one to make his vocation 
met shook/ he do? 
(a) Try both and then decide 
jb) Get more information about both occupatiorts. 

(c) Forget about both of them, and choose another occupation. 

(d) Choose an occupatiort that combines both, like sales eng.neer 

(e) Oon't kruMw 



on it tend to support its potential usefulness as a 
moasure of career maturity. Whereas the Attitude 
Scale assesses the connative dimension of career de- 
velopment, however, the Competence Test appraises 
the cognitive facets of career decision-making. It 
was designed to quantify each of the variables in 
the Career Choice Competencies group of the career 
maturity model diagrammed in Figure 1« Sample 
items for each subtest of the Competence battery 
are given in Table 2. The Self -Appraisal (Knowing. 
Yourself) subtest attempts to assess the psycho- 
logical facility of accurately evaluating and estimat* 
ing what a person's assets and liabilities are. The 
Occupational Information (Knowing about Jobs) 
subtest measures the individual's knowledge of 
what workers in different occupations do. The Goal 
Selection (Choosing a Job) subtest quantifies the 
ability to match an individual with the occupation 
for which he/she is best fitted* The Planning (Look- 
ing Ahead) subtest presents a scrambled series of 
actions which must be ordered in the proper se- 
quence to enter and progress in a given career. And, 
the Problem Solving (What Should They Do) sub- 
test poses a variety of problems which arise in the 
course of career decision-making, the task being to 
select what the individual considers to be the best 
solution from among the alternatives. Initially, there 
were 30 items in each of these subtests, but as a 
result of the standardization in the Spring of 1972, 
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Figure 3. CarMr Maturity Profito 

they were reduced to 20 items each, ail of which were 
monotonically related to grade between the sixth and 
twelfth grades. With only two exceptions (.58 and .63) 
in the lower grades, the internal consistencies for the 
Competence battery ranged from .72 to .90. The median 
percentage overlap of score distributions for adjacent grades 
was 43%, and the mean in tercor relation among the sub- 
tests was .54. Thus, the prelimmary findings on the Com- 
petence Test are promising indicating that it measures time- 
related variables with subtests which are internally consis- 
tent, differentiating between grades, and sufficiently ortho- 
gonal for each to contribute unique variance to the battery 
yet his^ly enough interrelated to be construct valid for the 
Choice Competencies dimension of the career maturity 
model. Further research on the Competence Test is under 
way to study its relationships to other relevant variables. 

Scores from the CMI Attitude Scale and Competence 
Test can be expressed on the profile sheet reproduced in 
Figure 3 to define two aspects of career maturity: degree of 
career development and rate of career development (Crites, 
1961). The former, wh:ch is analogous to Super's (1955) 
"behavioral scale of vocational development," is the absolute 
amount of career maturity attained by the individual as in* 
dexed by his/her raw score on the CMI. In other words, the 
higher the score on a scale, the farther the individual has 
progressed along that dimension of career development. In 
contrast, rate of career maturity, which is roughly compar- 
able to Super's (1955) VMQ but with a different baseline, 
refers to the individual's /v/df/Ve standing in a norm group 
of his/her peers (grade-mates). Thus, the percentile rank in- 
dicates whether a person is an^ested, average, or ahead of the 
norm in career maturity. Profiling both degree and rate of 
career maturity can be useful in counseling with individual 
students. Diagnoses of problems in career decision-making 
can be made from score configurations, much as "needs" 
assessments can be made for entire schools or systems. It 
was found in the standardization sample, for example, that 
the mean Occupational Information score for the twelfth 
graders was only 12 (out of a possible 20)1 The need of these 
students for additional orientation to the world-of-work is 
apparent. The newly conceived career education programs 
may provide the didactic and other interventive experiences, 
such as counseling, industrial field trips, etc. which are lack- 
ing, since their avowed outcomes are almost identical to the 
variables measured by the CMI (see Summary). 

THE CORRELATES OF CAREER MATURITY 

Although the Career Pattern Study is in the last follow* 
up of its 20-year longitudinal investigation of career matur- 
ity, the only published findings on the correlates of the 
I VM come from analyses of the sample when it was in the 
ninth grade (Super & Overstreei, 1960). A total of 28 vari- 
ables were correlated with the following Indices of Voca- 
6 tional Matuiity: Concern with Choice, Acceptance of 



Responsibility for Choice and Planning, Specificity of In- 
formation, Specificity of Planning, Use cf Resources, and 
VM Index Totel. Of the variables designated as "biosocial," 
viz., age and intelligence, only the latter was related signifi- 
cantly to any of the IVM, the r with Specificity of Planning 
being .37 and with VM Index Total .29 (p < .01). The 
principal environmental correlate of IVM was parental oc- 
cupational level, a frequently used index of socioeconomic 
status, weaker relationships were also found with family co- 
hesiveness, enrollment in Regents School curriculum, cul- 
tural stimulation, and rural residence. With the exception of 
Use of Resources, all of the IVM (including Total) were 
correlated leliably (p< .01) with two other vocational be- 
haviors: level of vocational aspiration, and agreement be- 
tween levels of preferred and expected vocation. In general, 
the IVM were consistently related to various aspects of 
academic achievement, including grades, participation in 
school activities, and achievement/underachievement. They 
were also related to independence, and, in one instance 
(Specificity of Planning) to father identification. By and 
large, however, they were r)ot systematically related to: 
father/mother educational level, birth order, parental vo- 
cational aspiration for son, parental and social mobility, 
religious affiliation, work values, personality adjustment, 
and peer acceptance. 

The Career Development Study of Gribbons and Lohnes 
(1968) has produced a considerable body of data on the 
correlates of career maturity, as defined by the Readiness 
for Vocational Planning (RVP) scales, which were adminis- 
tered in both the eighth and tenth grades to the same sample 
of 1 10 male and female high school students. Longitudinal 
data on subsequent career adjustment as well as concurrent 
evidence on correlate variables were also collected. Only the 
relationship of the eighth grade RVP to these correlates and 
criteria are reviewed here, however, since corroborative re- 
sults w**S the tenth grade scales were not always obtained, 
a fact which qualifies the conclusions that can be drawn 
from this research. The set of variables to which RVP is 
most highly related, both concurrently and predictively, is 
what might be termed other career behaviors. They include: 
curriculum choice, curriculum constancy, educational aspir- 
ations, socioeconomic level of career preference, and extent 
of educational and career planning. Later career develop- 
ment, classified as "Constant Maturity," "Emerging Matur- 
ity," "Degeneration," and "Constant Immaturity," was not 
significantly related to earlier RVP scores. Nor were such 
status variables as sex and socioeconomic level. Intelligence 
as assessed by Otis 10, however, was highly related to RVP 
in the eighth grade, the R bging .57 (p< .001). Gribbons 
and Lohnes point out that this communality may account 
for the relationship of RVP to ojth^r variables which ar^ 
also related to intelligence, such as curriculum choice and 
level of career preference. But, then, they also note that: 
"RVP scales totally uncorrelated with verbal ability would 
be difficult to understand, since any judgments of the degree 
of maturity of verbal performances should be somewhat 
correlated with the verbal abilities of the performers" 
(Gribbons and Lohnes, 1968, p. 43). More disturbing was 
the finding that eighth and tenth grade RVP scales were not 
highly interrelated, although there were small, significant 
gains in the means during this time span. In both the Career 
Development Study and the Career Pattern Study, clear-cut 
relationships of career maturity measures to age and/or grade 
have not been empirically established, yet such systematic 
trends are a sine qua non of a developmental variable (Crites, 
1961). 

In the Vocational Development Project, the time dimen- 
sion was, in effect, "built into" the Career Maturity Inven- 
tory (CMI) by selecting Items initially on the basis of their 
cross-sectional relationships to grade, subject to later longi- 
tudinal verification. Such relationships are \ ot sufficient, 
however, to demonstrate the validity of m measure for a 
developmental variable; it must also enter into a nomologi- 



cal network with other variables of interest (Crites, 1961). 
Research of this type has been completed only on the CMI 
Attitude Scale, not yet fof the Competence Test, but it is 
e/tensive and allows several conclusions. With respect to 
background or status variables, several studies (e.g.. Cover, 
1968; Harris, 1966) have indicated that the Attitude Scale 
is not related to socioeconomic status as usually defined 
(Hamburger, 1958), but that it does differentiate the dicho- 
tomy employed/unemployed (Miller, 1968). It correlates 
non-significantly (gamma r=-.23) with number of siblings 
(Asbury, 1968) and only -.07 with previous work experi- 
ence ((^ver, 1968). In widespread testings of disadvantaged 
youth, American Indian children, Mexican-American stu- 
dents, and inner-city Blacks, however, there has been the 
uniform finding that these subgroups score significantly low- 
er within grade levels than the original Cedar Rapids (Iowa) 
standardization sample, but the monotonic trend of career 
attitude maturity between grades still obtains. In other 
words, the grade sequence for Attitude Scale means remains 
intact for the minorities despite its generally depressed up- 
per and lower limits. There have been no studies reported 
as yet on family variables in relation to career attitude 
maturity, but it is hypothesized that they would be signifi- 
cant correlates. 

Psychological variables to which the Attitude Scale has 
been related are of two types: intellective and nonintellcc* 
tive. Among the former are measures of general scholastic 
aptitude and standardized achievement test, which, in a 
number of studies (Crites, 1971), correlate on the average 
of .35 with career attitude maturity. This amount of covari- 
ation is moderately high, and might be of practical concern, 
were it not that it was expected theoretically (see previous 
discussion) and that the Attitude Scale is related to variables 
which are unrelateJ to intellective ones. Otherwise, it might 
be contended that the Attitude Scale is simply a poor mea- 
sure of intelligence. On the contrary, it correlates with such 
nonintellective variables as general adjustment status (Hol- 
lender and Schalon, 1965) and personality characteristics 
(Bartlett, 1968; Schalon, 1965). In general, the more mature 
an adolescent is in his/her career attitudes, the better ad* 
justed and "more assertive, persistent, goal oriented, force- 
ful, and independent" (Bartlett, 1968, p. 107) he/she is. 
And, this relationship appears to hold up over time. Crites 
and Semler (1967) found that, in a seven-year follow-up of 
fifth graders when they were high school seniors, their ear- 
lier personal and social adjustment, as assessed by the Cali- 
fornia Test of Personality, were correlated .22 and .23 
(p < .01 ), respectively, with later career attitude maturity. 
Other findings from this study have suggested a hierarchical 
model of development in adolescence, in which career ma- 
turity and educational achievement are coordinate dimen- 
sions (or parallel "facks") and general adjustment inter- 
relates them as a supra-factor.. In other words, the dual 
developmental tasks of achieving educationally and matur* 
ing careerwise are complementary aspects of adjustment in 
adolescence. 

Finally, the Attitude Scale is related to a class of corre- 
lates which Super (1957, p. 186) \\dsttxv(\t6 outcome vari- 
ables and which he defines as "the result of interaction 
between the individual's personal resources including his 
vocational maturity-what he brings to his encounters with 
reaiity-on the one hand, and reality demands on the other." 
Included here are not only persistence in college, perfor- 
mance in vocational training, and job success but also en- 
hanced career attitude maturity stemming from exposure to 
counseling and other interventive experiences. It has been 
demonstrated that all of these variables are correlates of the 
Attitude Scale in one study or another (Crites, 1971). The 
more persistent a student is in colleg? the higher the in- 
structor's rating obtained in practical nursing and mechan- 
ics, and the more successful the worker is on the job, the 
more mature the individual's career attitudes are. Similarly, 
preliminary results on the effects of counseling and didactic 



programs upon the Attitude Scale as the dependent variable 
indicate that gains can be achieved in career attitude matur- 
ity as a function of these activities. A particularly intriguing 
finding from one of the counseling experiments was that 
the counseling produced greater gains on the Attitude Scale 
when clients were pretested with it than when they were 
not. In other words, they benefited more from the counsel- 
ing when they were evidently "sensitized" to the topical 
content of it beforehand by taking the Attitude Scale. This 
effect has opened up a whole new line of inquiry, 'n which 
experiments are being conducted on whether "teaci rg the 
test" (Attitude Scale) constitutes an efficacious counseling 
technique perse. If it does, and initial data are confirmatory, 
then such a procedure may provide counselors and teachers 
with a simple yet effective method for fostering career 
maturity as one of the major outcomes of career educa- 
tion programs. 

CONCLUSION 

One last thought: the obvious interface between career 
maturity and career education should be explicated and 
emphasized. The career behaviors which have been found 
to mature during late childhood, adolescence, ar.d early 
adulthood are the very ones which are the propo^^^d out- 
comes of career education (Marland, 1972). Theory and 
research on career maturity, as reviewed and summarized 
in this paper, can contribute the concepts and measures 
needed by career education to conceive and evaluate cur- 
ricula and training programs; and, conversely, career educa- 
tion can expose young people to the experiences they need 
to enhance and facilitate their career maturity. Together, 
career maturity and career education represent a synthesis 
of principles and procedures which should benefit the indi- 
vidual and society alike. 



Do You Have An Idea for Measurement in Education? 

Measurement in Education solicits manuscripts based on 
planning and advice received from the Advisory Commit- 
tee. However, the editor is open to suggestion fcr topics 
for future issues. Our aim is to provide information about 
measurement and evaluation which is helpful to the 
educational practitioner - the school superintendent, 
principal, counselor, classroom teacher. Topics featured 
in Measurement in Education should be of current wide 
interest, based In sou rd theory, expressed in nontechni- 
cal easy readable style and demonstrate how applications 
at the school level can be made. If you have an idea, you 
are invited to submit it to the editor for consideration 
by the Advisory Committee. 
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